Technical college instructor development - who's responsible? by Wedig, Joni L.
i 
 
 
 
 
 
 
 
 
 
TECHNICAL COLLEGE INSTRUCTOR DEVELOPMENT- 
 
WHO’S RESPONSIBLE? 
 
 
 
Approved by Richard Rogers on February 22, 2013 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
ii 
 
 
TECHNICAL COLLEGE INSTRUCTOR DEVELOPMENT – 
WHO’S RESPONSIBLE? 
 
__________________ 
 
A Seminar Paper 
 
Presented to 
 
The Graduate Faculty 
 
University of Wisconsin-Platteville 
 
__________________ 
 
In Partial Fulfillment of the 
 
 Requirement for the Degree 
 
Masters of Science 
 
in 
 
Education 
 
__________________ 
 
by 
 
Joni L. Wedig 
2013 
 
 
 
 
 
 
 
 
 
 
 
iii 
 
Abstract 
TECHNICAL COLLEGE INSTRUCTOR DEVELOPMENT- WHO’S RESPONSIBLE? 
Joni Wedig 
Under the Supervision of Dr. Richard Rogers 
 
 Within the Wisconsin Technical College System, instructors are hired for their expertise 
in a specific technical education field.  Many of these newly hired content experts do not have 
any prior teaching experience so the transition from an occupational specialist to an effective 
teacher of adult learners is often problematic.  
 This document discusses the history of the Wisconsin Technical College System in 
regards to its hiring practice and certification requirements for new faculty.  As adult learners 
themselves, these faculty need additional professional development to successfully transition 
from a content expert to an effective educator.  Personal experience of the researcher provides 
insight to the barriers present in the current Wisconsin Technical College System while offering 
suggestions for improvement.  
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CHAPTER 1 
 
 INTRODUCTION 
Students enroll in technical colleges for many different reasons.  Whether their career 
choice is a certificate based one year technical degree program like Mechanical Power 
Distribution or Medical Assistant or an associate degree of Applied Science in Clinical 
Laboratory Technician or Graphic Design.   Completion of either program provides the student 
with a competency based education and employable skills.   Most faculty members within the 
technical college system are “experts” in the specific occupational field due to their education 
and prior employment.   As “experts” in the program, most faculty members do not have any 
prior teaching experience or formal teacher education.    For these faculty, syllabus is a familiar 
term though how to create one and what to include is rather foreign.  In the book entitled “What 
the Best College Teachers Do”, Ken Bain states “The quality of knowing a discipline isn’t 
particularly distinctive; however,   if it were, than every great scholar would be a great teacher.  
But that is not the case” (Bain, 2004).   So how does a one become an effective teacher?  
   Teachers are learners, themselves, right along with the students in their classrooms 
(Mutton, 2012).  As the facilitator of the student’s learning, teachers must develop techniques to 
allow the students to begin to process and apply the information (Bain, 2004).   Without the 
formal education background, the technical college teachers have a steeper learning curve in the 
development of effective teaching techniques.  The question arises, is the process of learning to 
teach done on the job, a feasible approach or should the technical college system offer the newly 
hired “expert” training in advance regarding the elements of instructional delivery? 
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Statement of the Problem 
Who is responsible for the preparation of instructors in the Wisconsin Technical College 
System to perform effectively in the classroom, and how could such preparation be offered 
monitored to assist the professional career specialist to become an effective teacher? 
Definition of Terms 
Professional development:  term to describe the comprehensive and sustained approach to 
increase student achievements by continuous improvement of teachers through recognition of 
problems, resolutions and additional education (National Staff Development Council ) 
Technical College:  a higher educational facility that provides theory based training with more  
general education in addition to specific career skill attainment 
Vocational Education:  post- secondary learning for a specific trade training that focuses on 
specific job skills and “hands-on” training continuing with employment 
Technical Education:  post-secondary learning designed to include theory based training which 
includes general education courses (i.e. Math, Speech, Writing and Science) in addition to 
specific career skill attainment within a timeframe of two years or longer in length  
 Faculty Certification:  describes the process to insure high quality instruction in which 
technical college instructors are given a three year provisional license in which the instructor 
must take a series of seven educational courses provided by the technical college system  
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Delimitations of Research  
Research was conducted through the use of the Karmann library on-line search engines 
such as EBCO HOST with Medline, Academic Search Premier, ERIC and Education Research 
Complete, and Wilson Data Bases. 
Method of Approach 
A literature review of educational journals identified examples of best practices to assist 
in technical college faculty development and course development.  The best practices were then 
evaluated to address the particular strength of each and ease of implementation.  Personal 
experience of the writer as a first time technical college instructor assisted in the focus of the 
research, summary and conclusion.   Informal conversations were conducted for further insights.  
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Chapter Two 
Review of Literature 
The review of literature combines information regarding the history of the technical 
college system in Wisconsin, the uniqueness of the technical college faculty, certification 
requirements, and the need for the transition from an occupational specialist to an effective 
teacher of adult learners.   
History of Wisconsin Technical College System 
Technical education in Wisconsin has evolved through the years with its start as an 
extension of the public school system to train 14-16 year olds for specific vocational skills that 
prepared workers for a specific occupation.  With the passing of the Smith Hughes Act in 1917, 
the federal government provided funding to assist states to provide vocational education, salaries 
and teacher training (WTCS History, 2009).  This act established the connection of vocational 
education in the public school system and provided the foundation for the present technical 
college system.   This foundation was the catalyst in the 1960’s for the evolution of the 
vocational technical school into the post-secondary education system of today.  As an institution 
for post-secondary education, the vocational/technical system added the academics such as math, 
communication, social science and science to skill mastery for associate degree programs, as 
well as, providing students the opportunity for transfer to four year colleges and universities.  
Vocational/technical education is education that focuses on specific job related skills for 
employability which is ideal for industry and local employers looking to hire skilled workers 
(WTCS History, 2009).  The Wisconsin Technical College System provides three types of 
training programs:   short-term (less than one year) diploma, one year or two year technical 
diplomas for some programs, certificates designed to enhance specific job skills or the Applied 
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Associate Degree which combines both technical education with math, communications, social 
sciences and science (Wisconsin Technical College System, 2009). 
Technical college instructors are either academic or occupational instructors.  The 
academic instructors teach communication (writing and speaking), social science, math and 
science.   Theses instructors must have a bachelor degree and a minimum of 20 credits in the 
related academic subject.   In other words, these instructors teach the general education courses 
for the various degree programs.   Occupational instructors are hired for their expertise and 
experience in a specific trade or vocational field; their strength is specific to the field with 
knowledge of the industry standards and professionalism.  It is this experience that makes the 
occupational instructors “experts” in their field (Wisconsin Technical College System, 2009). 
Whether the instructor is academic or occupational, most newly hired technical college 
faculty do not have prior teaching experience.  It is the belief of the Wisconsin Technical College 
System (WTCS) to hire instructors with job based knowledge and experience in order to 
facilitate student preparation and learning from someone who has worked in the field.  Teachers 
within the technical college system are themselves skilled workers within the discipline 
specifically hired to teach the skills and relevant theories.  Experience is the key and for some 
degrees, teachers are required to have a bachelor or master degree for employment as instructors 
in the technical college system.  For example, associate degree registered nurse (ADN) 
instructors are required to have a nursing master degree to meet the requirement for certification 
as an instructor.   The employment offer is based on the applicant’s ability to be issued a 
provisional license, based on appropriate degree and work experience, from the Wisconsin 
Technical College System (WTCS).  The provisional license expires within three years and 
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during those three years the newly hired instructor must begin the certification process within the 
WTCS (Wisconsin Technical College System, 2009).   
Professional Requirements 
Certification is the WTCS required professional development to provide the newly hired 
instructor with educational theory and practice of teaching by offering seven professional 
courses.  These seven courses must be taken during the three year timeframe prior to being 
issued a five-year teaching license (Wisconsin Technical College System, 2009).   Certification 
process is designed to provide the educational professional development for the content experts 
to learn educational delivery, diversity, classroom management, evaluation, assessment, system 
history and counseling.  Each two-credit certification course addresses an educational theory as 
follows: (WTCS Professional Development, 2002-2005) 
 Curriculum and Course Construction 
The course competencies introduce educators to course design which includes the 
following:  learning objectives, evaluation, assessment, syllabus and teaching plans.   
Educators learn the concept of course preparation and assessment of competency based 
learning.  
 Philosophy of Technical and Adult Education in WTCS 
Educators learn of the history of the technical college system, its mission, purpose and 
organizational structure of the WTCS while defining the role of the educator in customer 
service. 
 Teaching Methods 
Introduces educators to the role of active learning to achieve course competencies and 
promote continuous improvement in teaching. 
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 Educational Psychology 
Promotes the development of the educator’s own personal learning philosophy through 
introduction to learning theories and models to facilitate learner’s needs and addresses 
motivational strategies. 
 Educational Evaluation 
Emphasizes the importance of criterion-referenced performance assessment strategies as 
an effective tool to improve teaching and promote learning within the classroom.   Design 
and implementation techniques will be addressed. 
 Guidance and Counseling 
Discusses the role each educator provides as a student advisor and counselor while 
directing educators to campus resources for directing students requiring additional 
guidance.  
 Educational Diversity  
Focuses on diversity within classrooms and advises the educator to create a learning 
environment conducive to the needs of all students while focusing on strategies for 
working with diverse student populations within one classroom.  
With completion of the seven certification courses, the newly hired content expert is 
introduced to educational theories and design which provides the foundation to which the expert 
transitions to an educator.  Transition from a former occupational specialist to that of an effective 
educator is not an overnight process but rather a series of semesters, personal experience and 
errors; personal growth as an educator which is identified as professional development 
(Wisconsin Technical College System, 2009). 
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Rationale for Professional Development 
For transference to occur with each new instructor, professional development is vital to 
its success.  The time for the professional development from the content expert to an effective 
educator varies from individual to individual due to the fact that the content experts are adult 
learners.  To fully understand why variations occur, one must consider the characteristics of adult 
learners and how adult learner characteristics provide evidence for the need of professional 
development for the successful transition of content experts to effective educators.  
Adult Learner Characteristics 
Adults are self-directed (Lieb, 1991).  Self-direction is crucial for the adult learner 
engagement and is often the definition of an adult student (Poulson, 1993).  In other words, the 
adult learner defines course topics to provide the necessary “buy-in” to the course.    Instructors 
are facilitators designing a learning environment that suits the needs of all students in the course.  
Adults must recognize the value of a course to their learning; the connection must be made early 
for the successful “buy-in” (Zemke, 1984). 
Adult learners have multiple roles (Poulson, 1993).  In addition to learning, the adult is 
often a parent, spouse, employee and student.   Adult learners must balance their learning with 
day to day life and responsibilities.  Learning may not be the highest priority.   Commitment to 
learning is often overshadowed by other pressing life issues while struggling to find relevance to 
learning (Poulson, 1993). 
Adults are relevancy-orientated (Lieb, 1991).   In other words, adult interest in relevance 
to either their job or personal life connects the adult to the subject.  To facilitate successful 
learning outcomes, instructors must show the students early on how the course connects to their 
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goals both professionally and technically to the specific field of instruction (Lieb, 1991).  The 
course connection can be achieved by the instructor demonstrating how the course goals relate to 
the job and the reasons why the goals are important and in turn provides the “buy-in” required 
for adult learner connection (Zemke, 1984).  
Adults have accumulated foundation of life experiences and knowledge (Lieb, 1991). 
Overall, adult learning is problem-centered rather than content-orientated which challenges the 
instructor to continue to relate content specific knowledge to practical application throughout the 
course in order to keep the adult student connected.  Practical application is KEY to the adult 
learner which also relieves any skepticism that the adult learner may have towards a new theory 
or concept.  Once an adult learner can apply the new theory to the skill or job; then transference 
has occurred (Zemke, 1984). 
Adults have barriers to learning (Lieb, 1991).   In addition to the multiple roles as 
previously described, adult have other barriers to learning that complicates the learning process 
for the adult learner.   For example, the lack of prior computer experience or computer 
knowledge is one barrier that adults face that hinders learning.  Confidence is another barrier to 
professional development for basic instruction begins with self (Trautmann, 2008).  Adult 
learners struggle to find the connection to their learning community in classrooms filled with 
younger peers and/or instructor.  Familiarity of higher education may not be recent which adds to 
the lack of confidence for adult learners since many have not attended school since high school 
(Poulson, 1993).   
Motivation is positive barrier to adult learning (Lieb, 1991).  Adult motivation to learn 
can be summarized by five sources of motivation to consider are as follows:  social relationships, 
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external relationships, social welfare, personal advancement and cognitive interests.    Social 
motivation is from community – serving a higher level of purpose other than self-motivation to 
create more qualified professionals where the community will benefit.    Personal advancement 
motivates to achieve more pay or a higher standing amongst peers; it is self in nature.  Lastly, 
cognitive interest seeks to know more; the desire to continue to learn for the sake of learning to 
satisfy the hunger for knowledge (Lieb, 1991). 
Instructors are adult learners who have similar needs of their students.  Without 
acknowledgement of adult learning characteristics, professional development would be difficult 
to evaluate.  Transition to an effective educator is through the acknowledgement of the strengths 
of one’s instruction and to continuously improve on the weaknesses to enhance learning through 
continued assessment, evaluation and more importantly, time.     
 
 
 
 
 
 
 
 
 
11 
 
 
 
Chapter Three 
 
Summary and Conclusions 
 
The summaries and conclusion found in this chapter are based on literature review 
dealing with the effective instruction of adults and the personal experience of this researcher 
having taught two years in the technical college system and experiencing the certification 
requirements for faculty.  Also, conversations with other new faculty members added to the 
research material presented in these summaries and conclusions.   
The Wisconsin Technical College System hired instructors with job based knowledge and 
experience to facilitate job related skill attainment by the program students.  The new instructor 
had no prior teaching experience or formal teacher education with the expectation that the 
instructor knew how to teach.  This assumption greatly failed the instructor for knowledge of a 
subject is not enough to facilitate adult student learning.    The process of learning to teach by 
trial and error has been the Wisconsin Technical College System method of choice though it 
greatly failed the new employee! 
Certification Courses and Adult Learner Characteristics 
The special certificate requirements to teach  in  the technical system were planned and 
implemented to help facilitate the transition from subject/career specialist to an educator with 
effective delivery of instruction.  
Following is a summary of adult learner characteristics and the relationship to the content 
expert’s transition to an effective educator.  Analysis includes this researcher opinion of 
outcomes.  
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 Certification courses address specific competencies though without the adult learner’s 
input to how the competencies are met.   The courses present a time consuming 
requirement with no true meaning to a purpose or role for the transition to the effective 
educator.    New instructors must recognize the WTCS certification course goal to 
transitioning the content expert to an effective educator.  Without this recognition, the 
certification courses are nothing more than a job requirement to the five year teaching 
license.  If no relevance, then adults find no value which is demonstrated in both the 
newly hired instructor’s own professional development or in their own classrooms filled 
with adult learners struggling to balance a new career pathway with their day to day 
responsibilities of parenting or supporting their family’s financial  income. 
 Commitment to learning is often overshadowed by other pressing life issues while 
struggling to find relevance to the role of certification courses to instruction.  WTCS 
must provide adequate time for preparation and mentoring to assist the new instructor in 
the quest to balance his/her multiple roles as instructor, parent, spouse, employee, and 
learner.  Without time, the new instructor will quickly “burn-out” from trying to do too 
much with such little time and preparation.   
 For the newly hired professional, the majority of first instruction consists of life 
experiences in the related field due to lack of teaching experience; the instructor teaches 
what he or she knows about the field and conveys that knowledge to his/her students.  
Without formal teacher training, the new educator will focus on skill attainment based on 
industry standards through the instructor’s own work-related experiences with connection 
to relevance, though lacking the value of assessment and evaluation.  
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 The new instructor was hired for his/her professional experience in a technical field that 
may not be computerized and then enters into the educational component to discover that 
computers dominate the field in both instruction and simple day to day operation.  The 
lack of computer experience adds additional anxiety and stress. 
 
Instructional Process 
The content expert hired for the position is given the program curriculum if available.   
For new programs, the curriculum may not exist which is even more problematic.  Generally, 
developed curriculum contains competencies, objectives, learning plans, activities and 
assessments for each course.  The developed curriculum provides the details of instruction to 
assist the new instructor with the teaching techniques to support skill attainment through the 
entire course.  If no curriculum is provided, then the instructor faces the challenge of starting 
from scratch by taking the WTCS state wide course outcome summaries containing the 
competencies for each course within the program and building the learning plans and activities 
from the ground up with the help of the World Wide Instructional Design System (WIDS) 
(Wisconsin Technical College System, 2009).  Prior to the face to face instructional component, 
instructors select text books, write syllabi and construct program handbooks without any 
guidance other than the college syllabi requirements.   Instructional preparation time includes 
contacting vendors and ordering supplies for laboratories courses and learning activities.   
Face to face instruction generally arrives without adequate preparation and continues 
throughout the sixteen week semester with the instructor staying one day ahead of the student to 
develop learning plans, lecture materials, laboratory activities, quizzes and examinations.  In the 
experience of this researcher, the day to day preparation time for labs and lectures monopolized 
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the nights and weekends just to stay a day ahead of the students and to ensure that the 
instructional materials met the course competencies.   Instructors learn a new concept of time 
concerning the amount lecture material needed for a 50 minute lecture or 90 minute laboratory 
session.    The semester moves on with struggles of poor student performance and assessments 
that demonstrate student’s inability to grasp key concepts that leads instruction backward rather 
than forward.  This researcher made personal notes on lecture materials as to what went well and 
what did not work for continuous improvement.   In addition, this researcher implemented day to 
day assessment techniques such as one-minute paper, muddiest point or one sentence summary 
to assist student comprehension (Cross, 1993).  As the first semester draws to a close, instructors 
race to finish the course material and await the final grade calculations.  The holiday break offers 
the needed rest to start again with definite thoughts to time management and preparation for the 
coming semester.  The cycle repeats itself at the end of the first year with now three months to 
prepare for the following year courses and solve problems from the past mistakes.  
Reality Check 
While the WTCS recruited content experts as instructors, the lack of time to fully prepare 
the instructors for class room instruction lacks both information and direction.  The new 
employee orientation process welcomes the instructors to the college while providing 
information as to the college specific policies, computer access and instructional tools for the 
instructional staff.  In addition, this researcher took a certification course within the first two 
weeks prior to the first semester of teaching at the college.  The certification course was 
Teaching Methods that included homework assignments and a teaching presentation at its 
conclusion which was frustrating since the days were long with course material and the nights 
were spent preparing the assignment for the certification course.  In the opinion of this writer, the 
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certification course offered two weeks prior to the start of the first semester of teaching was 
asking too much out of a new employee especially one starting a new campus program.   This 
researcher liked having one of the seven courses completed though it was not the right time for 
homework and assignments for already anxious and apprehensive new staff member.  
Lack of time resonates as a surprise to new instructional staff for preparation and creation 
of learning tools.  Creativity takes time and time is not a commodity.  The new instructor relies 
heavily on life experiences to fill lecture voids and strengthen student connection of theories to 
skill attainment.    Course material is delivered in the lecture format with students listening while 
the instructor discusses the topics and textbook content without many learning activities to 
accommodate the other learning styles of the students in the course.  This author struggled with 
learning activities and thought that the laboratory session was the learning activity for the 
“hands-on” practical aspect of the technical program; a concept learned with experience as this 
researcher built the curriculum and experienced daily instruction.  Without adequate preparation 
time, acquisition of appropriate content specific material to support instruction is difficult to find 
or preview to assist with the different student learning styles.   
Assessment of student learning is another new concept.  To a new instructor, assessment 
means an examination or test.  Too often, the first examination is a complete failure to the 
instructor for most students do not perform well so the instructor immediately looks to self as the 
reason for poor student performance.   The art of questioning and assessing student learning is 
learned with experience though it is difficult to implement on the run for it requires the ability to 
see a course from start to completion while being able to have enough foresight to see the 
competencies and skill attainment as a progression rather than a checklist.  The lack of a self or 
peer assessment of students was evident in the instruction for this researcher discovered at the 
16 
 
 
 
end of a semester a valuable tool to demonstrate why a student was not ready for a laboratory 
career was lacking. 
Mentors are assigned to new staff members.  The mentors are experienced instructors 
who were to be resources for new staff members.  The mentorship provides a resource for 
questions and problem resolution especially with student issues or class room management 
issues.   The mentors have their own courses to prepare and teach so time to meet was a limited 
to weekly meetings and classroom evaluations.  The mentorship offers a resource and 
networking opportunity to the new instructor who was overwhelmed or frustrated.  The mentor 
assists with classroom management issues with students while directing new instructors to the 
resources available on campus.    
Students are another challenge to the new instructor.  Like the new instructor, students 
are adult learners with the same motivations and barriers to learning that provided yet another 
hurdle to overcome through the instruction since each student buy-in was different, as well as, 
their learning styles and aptitudes.   In addition, the lack of student preparation was evident since 
many students were also the wage earners and parents that distracted them from their studies.  
The only time for studying was the time spent in lecture and lab; this was demonstrated  in poor 
student performance on examinations and assignments.  Instructors lacked confidence to view 
students as individuals responsible for their own learning and blamed themselves for poor 
student performance related to students own commitment to learning.   Self-blaming was evident 
throughout the semester with the lack of skill attainment, preparation and instructional delivery.   
Reflection 
Improvement of the new instructors experience would be demonstrated with a better 
restricted timeframe for providing new instructors with the adequate tools to provide instruction 
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and successful orientation of the new employee to the educational system.  Additional 
preparation time would be given to new program instructors prior to classroom instruction for 
program and curriculum planning such as a year prior to the student start.  In this year timeframe, 
the new instructor would prepare curriculum, participate in job shadows at other system colleges, 
attend certification courses and observe classroom instruction while learning the key education 
elements such as learning objectives, syllabus development, textbook selection and development 
of specific learning activities.   Recommendation for the development of a new faculty handbook 
would benefit the new instructor.  The new faculty handbook would assist new instructors with 
course preparation, creation of learning materials, classroom management, and assessment and 
evaluation as they begin their new career as educators.  
Certification courses provide the foundation for transitioning the content expert to an 
effective educator.   Presently the courses are taken during the first three years of employment; 
the order in which the courses are taken is random dependent on the cycle the course was on 
and the year of hire which complicated the order.  Recommendation would be that certification 
courses should be taken in a specific order to accommodate instructor success and provide 
assistance with the teaching experience. 
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